INTRODUCTION
Occupational stress is a psychosocial hazard that poses a threat to the health of workers and also to the health of organizations [1] . Psychosocial hazards occur when there is a mismatch between the job content, work organization and management, and other environmental as well as organizational conditions. These interactions have influence on employee's health through their perceptions and experience [2] . Physiologically, the human body has a natural chemical that responds to situations commonly known as the "flight or fight" reaction, which includes the release of adrenaline. Once the threat or demand is over, the body returns to its natural state. This threat, also known as stressor is an event or set of conditions that causes a stress response. While stress is defined as the body's physiological response to stressor, strain is the body's longer-term reaction to chronic stress [1] .
Some known occupational stressors are workloads, downsizing, overtime and shift work. Generally, however, the more stressful jobs are those who have the responsibility for other people. In addition physical danger has also the possibility to contribute to the stressfulness of a job [3] . According to WHO and previous studies, occupational stress has been linked to various medical related illnesses such as hypertension, depression and musculoskeletal disorder [2, [4] [5] . This in turn could affect the healthiness and performance of the organization where they may be challenged by work stress if a large numbers of workers are stressed. Unhealthy organizations do not get the best from their employers and this may affect not only their performance in the increasingly competitive market but eventually even their survival [6] . The outcomes may be low workers performances, increase unsafe work practices and increase staff turn-over [7] , absenteeism, increased accident rates, increased complaints from clients or customers, substitute workers, and training of replacement workers [6] . In the long run it can lead to economical loss up to billion dollars per year. Because of this, a study was conducted to determine the prevalence of occupational stress and to identify the association between the organizational factors with stress level among polymer manufacturing factory workers.
II. METHODOLOGY
This cross sectional study was conducted among polymer manufacturing workers where the sampling starts with the explanation to the supervisor and workers of the factory about the objective of the study. Workers who fulfilled the inclusive/exclusive criteria and willing to participate in this study were selected as eligible respondents. The inclusive criteria were (1) Malaysian citizenship, (2) has been working in the present occupation for at least six months, and (3) age 16 years old or older. While the exclusive criteria's are (1) on leave for more than three month, (2) pregnant, and (3) the workers who was diagnosed of any psychiatric illness by the respective doctors. A total of 91 workers, males and females, participated in the study.
A. Questionnaires 1) Sosiodemographic
Socio-demographic factors were required to determine the status of the respondents that included the age, income, duration of employment and marital status.
2) Job Content Questionnaire (JCQ)
The psychosocial aspects of occupational stress were evaluated using the Job Content Questionnaire (JCQ) based on Robert Karasek's demand-control model. It is a well-known research instrument and the most widely used questionnaire in studying occupational stress factors. It is also available in over 12 languages. For this study, the well-validated Malay version of JCQ was used to measure the intended objectives as it has good reliability [Cronbach's alpha coefficients revealed decision latitude (0.75), psychological job demand (0.80), social support (0.84) and job insecurity (0.80)] [8] . JCQ contains four scales which were the psychological demand (job demand), decision latitude (job control), social support and job insecurity. Most items were scored on a Likert scale of 1 to 4 (strongly disagree, disagree, agree and strongly agree; or often, sometimes, rarely and never). All variables were calculated using the formula for Job Content instrument scale construction provided in the Job Content Questionnaire and User Guide [9] . For each factors, the score was dichotomized by median cut-off point. The respondent was grouped in high strain if they had high psychological job demand and low decision latitude while the rest was grouped as non-high strain. Table 1 below shows the variables and the calculation method for Job Content Questionnaire [10] .
B. Data Analysis
Data entry and analysis was analyzed using the Statistical Program for Social Science (SPSS) version 17. A cut off p < 0.05 was taken as the significant level.
III. RESULT

A. Response Rate
Hundred and eighteen workers were eligible to participate in this study. However, only 91 of them fulfilled the criteria that contributed to 77.1% of the response rate.
B. Sociodemographic Factors
The mean age of respondent was 29.68 ± 6.19 years old and the age ranged from 19 to 46 years old. More than half of the respondents (56.0%) had age range from 20 to 29 years old. Out of 91 respondents, majority (85.7%) of the respondents were Malays while the remainders were Indian and of other races. Approximately 50.5% of them were single and had a monthly income of RM1000 and below. The mean and range for income per month were RM1093.52 + 6.19 and RM1093.52 -281.98 respectively. For education background, majority (95.6%) of the respondent were attained secondary school level. 
C. Organizational Factors
D. Prevalence of Occupational Stress
Based on Karasek-Theorell Job Strain Model, a combination of:
• high psychological job demand + high decision latitude = 'active'
• high psychological job demand and low decision latitude = 'high strain'
• low psychological job demand and high decision latitude = 'low strain'
• low psychological job demand and low decision latitude as 'passive'.
To determine the prevalence of occupational stress (high psychological job demands and low decision latitude), job strain was dichotomized into 'high strain' and 'non-high strain'. Non-high strain are low strain (low psychological job demands and high decision latitude), passive job (low psychological demands and low decision latitude) and active job (high psychological job demands and high decision latitude). Results show that the prevalence of high strain which is considered to be an occupational stress, among polymer manufacturing worker was 25.3%. The prevalence can be considered as low and this result is similar to the study conducted among dental workers at a higher institution of learning in Kelantan which is the prevalence is 22.2% [11] .
High psychological job demand might be associated with increasing job demand and task interrupted as what have been complained by majority of the respondents. Meanwhile, low decision latitude or lack of autonomy might influenced by little freedom on decision-making.
Another 74.7% (non-high strain) of the workers were categorized as 'active' (20.9%) and low strain (26.3%) while the other 27.5% were belonged to the 'passive' group. Thus, the result had indicated that the manufacturing workers were mainly in the passive group (27.5%), the combination of low decision latitude and low psychological demand.
The most stressful set of job condition combines a low level of decision latitude and having a high psychological demanding task [12] . The high prevalence of stress was due to the bad job condition. The term job condition are included physical job condition (noise, temperature, lighting), chemical condition (vapor, dust), and biological conditions (bacteria, viruses).
Based on the Karasek-Theorell Job Strain Model, there are two central components which are high job demands and low decision latitude. The most adverse reactions of psychological strain occur when the psychological job demands are high and the worker's decision latitude is low. The JCQ integrates use of both individual and occupational-based job characteristic assessments yield an effective communication tool for interpreting the meaning of the otherwise abstract psychosocial JCQ scales in terms of specific jobs situations, and provide a source of validating information about job situation.
As a consequence, jobs with high demands but also with high decision latitude should not exert psycho-physiological under or over arousal since the individual can develop 'protective' behavior to maintain an optimal arousal level. Therefore, these jobs are labeled 'active jobs' by Karasek. 'Passive jobs', on the other hand, combining low decision latitude with low job demand, may result in reduced arousal or even apathic behavior. If maintaining an optimal arousal level by means of an increase in decision latitude is an appropriate way to protect the operator in order to increase human reliability. Strain is discussed as a main reason for a disturbed action regulation, making task performance more error prone and thus more unreliable.
From the result, decision latitude (p<0.001), psychological job demand (p<0.001) and job insecurity (p=0.027) have significant association with occupational stress levels while social support (p=0.433) showed no significant association with the occupational stress levels.
A. Psychological Job Demand and Occupational Stress Level
There was a significant association between psychological demands and occupational stress level in this study. The experience of distress is associated with a wide range of physical, psychological and behavioral disturbances. This result is similar to many other studies that had been done which proved that there was a significant correlation between psychological job demand and occupational stress. The psychological demand dimension relates to work overload, organization constraint on task completion, and conflicting demands. It also includes subscales such as general psychological demands and role ambiguity. Besides, concentration and mental work disruption subscales are additional specific measures of cognitive workload [12] .
Today, issues of workload and work pace become significant important in an environment where working hours are increasing. In the United States, working couples have seen their average work year increase by nearly 700 hours in the past two decades, and 30 percent of workers are exhausted by the end of the workday [1] .
B. Decision Latitude and Occupational Stress Level
Result showed that there was significant association between decision latitude and occupational stress level. High workload and low decision latitude at work are common sources of chronic stress and health problems among employees [10] [13].
The psychological strain occurs when the psychological demands are high and the worker's decision latitude is low. In other words, the quantity of work does not seem to be as essential to workers health as the interaction of workload with the amount of control or discretion the workers has over the work and related work processes [12] .
There are two components of decision latitude that is usually correlated with occupational stress which are skill discretion and decision authority. Skill discretion is measured by a set of questions that assess the level of skill and creativity required on the job and the flexibility permitted the worker in deciding what skills to employ. Decision authority assesses the organizationally mediated possibilities for workers to make decision about their work. A question on skills required by the job allows assessment of skill underutilization [12] .
C. Job Insecurity and Occupational Stress Level
There was a significant association between job insecurity and occupational stress level. Lack of control over work, the work place, and the employment status have been identified both as sources of stress and as a critical health risk for some workers. Employees who are unable to exert control over their lives at work are more expected to experience job stress, and are as a result more likely to have impaired health.
Job insecurity depends on the labor market requirement for particular skill and limited future career development possibilities [12] . In previous study conducted among teachers, the researcher questioned workers about major sources of stress and found that high workload, poor status and poor pay emerged as the major sources of stress [14] . Work's psychological burden consists not only of the work of carrying out the task but also in the human costs of adapting to labor market dynamics. These are become increasingly important in the last several years, because the global economy has had jobdisplacing effects in many countries and increased reported job insecurity [15] .
V. RECOMMENDATION Based on the findings from this study, the relevant authorities such as the top management and the CEO of company should implement a healthy working environment by organize a stress control programs. To improve the quality of the organization, the company should make a less authority in decision making and more democratic for workers to express their needs and opinions. The communication between management and employees are very important so that can get some feedback from the employees and freely share their ideas. The management must look back the job design of the work. The load should be reduce to an acceptable level of each employee and must avoid work overload by changing the working environment. The employees who work for monotonous task should change to other department or other task so that not specific for such job only. The result indicated that half of the workers feel that the job is unsecure. They feel not feeling to work and not fully interested about their job. Planning should be done to encourage more secure of the job. The better remuneration in term of better salary and better reward must provide to the employees. Fringe benefit other than salary such as insurance, vacation, pension, and medical care must be offer for each worker. In addition, an excellent services award should give to the top employees who fulfill the specific criteria. This shows an appreciation from the company to the employee. The bonus must provide to employees every years.
VI. CONCLUSION The prevalence of occupational stress in this was considered to be low. Despite of this, three factors which were decision latitude, psychological job demand and job insecurity were the organizational factors contributed to the prevalence.
